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The vigorous development of China's education industry under the transition system 
has brought many opportunities and challenges to Chinese education organizations. 
Organizational change and transformation have become an important issue, and are rich 
in theoretical and practical value. However, the existing research on organizational 
change and transformation lacks top-down systematic thinking on the two levels of 
organization and employees, and lacks attention to the human factor in organizational 
change. Moreover, the research on employees' perception and response in organizational 
change is inadequate, and at the same time, the research objects of the organization are 
mostly concentrated in commercial organizations, and the attention to Chinese 
educational organizations is insufficient. Due to the fragmented characteristics of the 
research on organizational change, there is a disconnection between the theoretical 
research of organizational change and management practice. Management practitioners 
lack a systematic knowledge system about organizational change learning and the 
multiple dynamics of contextualized factors, which leads to a low success rate of 
organizational change practice. 
The main purpose of the thesis is to study the motivation of organizational change 
of educational organizations in China and what impact it will have on the organization. 
What are the factors in the implementation of organizational change and how do they 
affect employees' awareness and commitment to change events? The author combines the 
experience of organizational change initiated and participated by himself, takes all the 
organizational reform events of the Chinese educational organisation and the employees 
of the changing organization as the research object, adopts in-depth case study method 
and questionnaire survey method to review the previous organizational change events in 
the Chinese educational organization, elaborates on the four major organizational change 
events in the past five years, analyzes the types, causes, and effects of organizational 
change events, and explores and explains the motivations, reasons and influences for the 
transformation of Chinese education organizations. On this basis, combined with the 
microscopic research results of event theory and organizational change theory, the author, 
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using nested data and cross-layer analysis, explored and empirically tested the 
relationship between characteristics of organizational change events and employees' 
perception of change and the relationship between employees' perception and 
commitment to change in the context of organizational change, and the boundary 
conditions of the relationship between the two are verified based on the three perspectives 
of leadership style, employee individual characteristics and change communication. The 
research findings in this thesis provide some inspiration for the initiation and 
implementation of the next organizational change of the Chinese educational organization 
and the reform of the Chinese educational organization. Specifically, it includes the 
following: 
First, factors such as institutional changes, market drivers, and technological 
innovations may prompt organizations to initiate changes. In the face of China’s 
institutional transition, compared with commercial organizations, Chinese education 
organizations can be affected by more institutional changes, and the organizational 
changes caused by this are also more significant in scope and effect. Both the current and 
future development of the Chinese educational organisations should focus on the changes 
in the above three factors to achieve organizational sustainable development through 
organizational change. 
Second, the initiation and implementation of organizational changes may have multi-
faceted impact on the organization's governance structure, organizational structure, and 
business processes. To ensure the smooth implementation of organizational changes, it is 
not only necessary to conduct planning and analysis on change motivation, duration, 
sphere of influence and manifestation based on the organizational level, pay attention to 
the employees' perception and feelings of change events in the organization, as well as 
focus on the important role played by employees' direct leaders and the individual 
differences of employees. The Chinese educational organisations must not only pay 
attention to the reasons for the change, but also the process of the change in the 
organizational change, and not only the impact of the change on the organization, but also 
the impact of the change on the employees. 
Third, in the implementation of organizational change, change communication plays 
an important role and directly affects employees' willingness to invest in change. 
Therefore, in the process of completing the top-level design of organizational change, 
attention also needs to be paid to the importance of communication. Communication 
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about organizational change should not be limited to the senior management team and 
middle managers. It is necessary to emphasize that the change communication between 
middle managers and their subordinates can help improve employees' level of 
commitment to change. Before the organizational change is initiated, training on 
transformational leadership styles for middle- and high-level leaders will help increase 
employees' recognition and investment in organizational change, and facilitate the 
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第 1 章  引 言 
1.1  研究背景 
1.1.1 研究的实践背景 
在过去改革开放的四十年进程中，中国经历了一个计划经济制度向市场经济
制度转变的历程，1978 年到 2017 年，我国国内生产总值从近 3678.7 亿元，增加到




入和发展也促进了中国经济的增长，1996 年到 2014 年期间高等教育对经济增长的



























2016 年中国教育经费投入总量从 8419 亿元增长到 38888 亿元，年平均增长率为





振了投资者信心。2017 年中国各教育子板块百花齐放，合计吸引了近 130 亿美元
























时间 政治和经济变革举措 对高等教育发展的影响 
1977 恢复高考 对大众开放高等教育机会 
































































































































 Lewin (1947) 的组织变革三阶段模型让人们开始关注和思考如何更加有效地
推动组织变革。诚然影响组织变革的因素是多元的，但对变革的成功实施起到了
决定性作用而又经常被忽视的关键因素就是个体层次的变量(张灿泉, 2010; Devos, 
Buelens & Bouekenooghe, 2007)。回顾组织发展和变革的相关文献可知，长期以来
组织变革的研究大多从变革发动者的视角（change agent-centric view）采用宏
观、系统导向的方法进行研究(Judge, Thoresen, Pucik, et al., 1999)，研究主题包括
变革起因、内容、过程、结果和战略等 (Armenakis & Bedeian, 1999)。类似地，
在实践中，管理者实施组织变革时太过于关注战略、技术、资金和绩效等问题，
往往忽视了变革中“人”的一面，特别是员工态度和反应的重要性(Marks & Mirvis, 
2001)。许多研究指出，导致变革失败率居高不下的最关键原因并不是变革推动者
常常提到的战略、资金、技术等问题，而是因为他们在变革过程中忽略了对人力
资源的有效管理(Cartwright & Cooper, 1994; Appelbaum, Gandell & Jobin, 2000;  张
灿泉, 2010)。大型的组织变革作为一种压力事件，给员工的工作和生活带来巨大
的冲击和改变，使得员工的紧张感、压力感、消极情绪不停地滋长，导致员工对














































































































































Chapter 1 Introduction 
1.1 Research Background 
1.1.1 Practice Background of Research 
In the past 40 years of reform and opening up, China has experienced a transition 
from a planned economic system to a market-based economic system. From 1978 to 2017, 
China’s GDP has increased from nearly 367.87 billion yuan to 82.7 trillion yuan. Over 
the past 40 years, it has increased by 33.5 times, and China's total economic volume has 
jumped from 1.8% to 15%, becoming the world's second largest economy. In this process, 
China has built the world’s largest education system, with the world’s largest higher 
education scale, developing from a weak education country to a big education country, 
and gradually becoming a strong education country. The gross enrollment rate of higher 
education has increased from 2.7% to 45.7% (Chen Baosheng, 2018). The investment and 
development of education has also promoted the growth of China's economy. From 1996 
to 2014, the direct contribution rate of higher education to economic growth was 1.82%; 
the direct contribution increased from 6.049 billion yuan in 1996 to 27.128 billion yuan 
in 2014 , with an average annual growth rate of 8.69% (Hu Dexin, 2017). In addition, 
studies have shown that the development of Chinese higher education has a significant 
role in promoting indicators of dimensions such as human capital, technological 
development and social progress (Zhang Xilin, 2015). The vigorous development of 
China and its social education industry has prompted China to nurture a galaxy of 
outstanding education organizations. They are constantly undergoing organizational 
change and transformation in response to the drastic changes in the external environment 
and seeking their own development needs in the drastic changes of China's reform and 
opening up. 
The system of China is different from that of the western developed countries, and 
the education systems of them are also different. China's education system is mainly based 
on public ownership, supplemented by private education ("Education Blue Book: China 
Education Development Report (2019)"). With regard to the quality of education, the 
number of education subjects, and the proportion of resources invested, public education 
fully embodies the advantages of dominant position over private education institutions. 
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In terms of education management structure, a management level has been formed from 
the Ministry of Education to the Provincial Department of Education, the Municipal 
Education Bureau to the main body of the school. Education management institutions at 
all levels are responsible for formulating education management rules and regulations, 
and supervising the main body of school running, as well as have the right to audit school 
qualifications and the right to allocate financial resources. Such a main body and 
governance structure determine that Chinese educational enterprises must comply with 
the rules and regulations of the educational management departments at all levels in 
running schools, operation and management to maintain their legal status. Since China is 
in the transition stage from the planned economy to the market economy, the relevant 
education rules and regulations are constantly being improved and optimized, so the 
management system from the regulatory agencies is changing very quickly, which 
objectively poses certain challenges to the development of China's education 
organizations.. 
The vigorous development of China's education industry has brought many 
opportunities to China's education organizations. China is a country with a large human 
resources of 1.395 billion people. Since ancient times, Chinese culture has attached great 
importance to education. Education has always been regarded as the best way to improve 
its own human capital, that is, "everything is inferior, but only learning is superior"((One 
well known Child Prodigy’s Poem in China, Wang Zhu, Northern Song Dynasty). Such 
a huge population base and cultural belief have created a huge education industry market. 
With the wave of reform and opening up, such a huge market has gradually opened up 
and developed rapidly. The development of the education industry is inseparable from its 
policy and capital, and China's reform and opening up has pushed policy and capital 
toward the education industry. Over the past 40 years, Chinese education organizations 
have embraced policies, capital, and markets, entered a stage of rapid development, and 
ushered in many opportunities. From 2005 to 2016, the total investment in education in 
China increased from 841.9 billion yuan to 3888.8 billion yuan, with an average annual 
growth rate of 15.08%. In 2018, the total investment in education nationwide was 4,613.5 
billion yuan, an increase of 8.39% over the previous year, and it accounted for 4.11% of 
GDP. (The National Bureau of Statistics, 2018). Chinese families are willing to spend 20% 
of their after-tax disposable income on the education of a single child, much higher than 
that in neighboring countries, and parents of wealthy families may spend nearly US 
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$ 400,000 on their children's 20-year school journey. The changes in the population 
structure, rising payment power and the escalating consumption concept of the middle 
class are the main drivers of the booming education industry in China, and also boosted 
investor confidence. In 2017, China's education sub-sectors were in full bloom, attracting 
nearly US $ 13 billion in investment ("Ernst-Partner 2018 Insights into China's Education 
Industry") 
At the same time, the dramatic changes in politics and economy have also filled the 
external environment of the organization with uncertainty. On the one hand, all aspects 
of China’s laws and regulations in the transitional system are gradually being established. 
In the face of new rules and regulations, the organization needs to be continuously 
adjusted to obtain its legitimacy. Since the implementation of the strategy of rejuvenating 
the country through science and education, China has continuously increased education 
investment and policy support and management. The government has successively 
formulated and promulgated a series of regulations such as the "Higher Education Law 
of the People's Republic of China", "Action Plan for Education Revitalization for the 21st 
Century", and "Decision of the Central Committee of the Communist Party of China on 
Deepening Education Reform and Promoting Quality Education in an All-round Way", 
draws on the experience of higher education development in various countries around the 
world so as to accelerate the pace of China's higher education reform. Also, the 
government promulgated and implemented "Decision of the Central Committee of the 
Communist Party of China on Education System Reform" in 1985, "Outline of China's 
Education Reform and Development" in 1993, "Outline of National Medium- and Long-
Term Education Reform and Development Plan (2010-2020)", "School Innovation 
Ability Improvement Plan" in 2012, and various local provinces and cities have also 
issued a series of laws and regulations. These regulations not only provide support for the 
development of education organizations, but also put forward requirements for the 
development and operation of education organizations, which have an impact on the 
organization's business, scale, mission, strategy and structural changes. Complying with 
relevant laws and regulations has become a basic requirement for the survival and 
development of education organizations. On the other hand, the marketization, 
internationalization, and modernization of education are constantly advancing, prompting 
organizations to face the ever-changing market, and also constantly bringing new 
challenges to the development of organizations. Since the reform and opening up, 
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especially since China joined the World Trade Organisation (WTO) in 2001, China has 
continued to expand the degree and scope of its opening up and internal reforms. China’s 
education market has gradually been opened to private and foreign companies, and 
China’s demand for talents facing the world has expanded. The demand for education and 
the scale of the education market have gradually increased, which in turn has allowed 
organizations within the system to pay more attention to changes in the market than in 
the past. Public education and private education have developed together, and academic 
education and non-degree education have crossed over. Table 1 summarizes the political 
and economic initiatives that have had a significant impact on the development of higher 
education since China's reform and opening up. 
Table 1 Review of Measures Affecting the Development of Higher Education  
since Reform and Opening up 
Time Political and economic 
change initiatives 
Impact on the development of higher education 
1977 Resume college entrance 
examination 
Open higher education opportunities to the public 
1978 Reform and Opening up Provide an economic guarantee for the development of 
education 
1985 Implement the "Decision of 
the Central Committee of 
the Communist Party of 
China on the Reform of the 
Education System" 
Emphasizing the need to start system reforms from 
education system, and put forward reform ideas to expand 
school autonomy and "loosening" local forces and social 
forces in running schools. For the first time, the legal 
identity of private education has been determined in law. 
1987 Implement "Interim 
Provisions on Running 
Schools by Social Forces" 
It is proposed that "social forces running schools are an 
integral part of China's education undertakings and are 
complementary to government's running schools." 
1993 Implement the "Outline of 
China's Education Reform 
and Development" 
It is proposed to "change the pattern of soley government-
run schools, and gradually establish a system in which the 
government runs schools as the main body and jointly run 
schools from all walks of life." and "The government adopts 
the policy of actively encouraging, vigorously supporting, 
correctly guiding, and strengthening management of social 
groups and individual citizens in running schools in 
accordance with the law, and stipulates that education 
investment accounts for no less than 4% of GDP. Chinese 
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private education has ushered in a new opportunity for 
development."  
1995 Implement the strategy of 
"Rejuvenating the country 
through science and 
education" 
Emphasizing the importance of developing science and 
technology, the importance of the education industry, 
especially the higher education industry, has been 
enhanced. 
1995 Implement "the People's 
Republic of China 
Education Law" 
It has established government's attitude towards 
encouraging and supporting private education. It has legally 
determined that private education institutions can only be 
used as non-profit institutions, and limits the nature of 
private education. The liberalization of policies and 
government's attitude towards encouraging and supporting 
private education have ushered in the climax of 
development during this period of private education. 
During this period, private education not only exhibited a 
spurt in growth in number and scale, but also gradually 
diversified in terms of investment entities and types of 
schools. 
1997 Implement the 
"Regulations on Running 
Schools of Social Forces" 
The "Regulations" have made detailed provisions on the 
establishment of private education institutions, education 
and administrative management, property and financial 
management, and changes and dissolution of institutions. 
1999 "Decision on Deepening 
Educational Reform and 
Promoting Quality 
Education in an All-round 
Way" 
Higher education enrollment expansion. 
1999 "Higher Education Law of 
the People's Republic of 
China" 
Clarified the requirements for the establishment and 
organization of higher education, as well as the guarantee 
of higher education investment and conditions. 
2001 Join the World Trade 
Organization 
Open the education market to the world, increase domestic 
and international cooperation in running schools, and 
expand the scale of the higher education market 
2002 Implement "China Private 
Education Promotion Law" 
It stipulates the status, nature, purpose and responsibility of 
private education. It is pointed out for the first time that 
private education can properly obtain economic returns. 
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2003 Implement the 
"Regulations of the 
People's Republic of 
China on Sino-foreign 
Cooperation in Running 
Schools" 
Regulate Sino-foreign cooperative school-running 
activities, strengthen foreign exchange and cooperation in 
education, and promote the development of educational 
undertakings. 
2010 Implement "Outline of 
National Medium- and 
Long-Term Education 
Reform and Development 
Plan (2010-2020)" 
It proposed to deepen the reform of the school management 
system, and proposed to "improve the provision of non-
compulsory education public services, improve preferential 
policies, encourage fair competition, and guide social funds 
to enter the field of education in a variety of ways." Provide 
policy support to China's private education, especially non-
compulsory education, to use capital market financing. 
2016 "Opinions on 
Strengthening Party 
Construction in Private 
Schools (Trial))" 
Emphasis is placed on ideological and political education 
and moral education. 
2016 "The Law on Promotion of 
Private Education in 
China" 
From the legal level, it has changed the long-term limitation 
of non-profit private education. Since then, for-profit 
private education has a reasonable and legal status in China. 
     
With the rise of Chinese-foreign cooperation in running schools, international 
education organizations have entered the Chinese market, and domestic educational needs 
have also begun to seek international markets. Chinese education organizations are facing 
competition from the global education market. According to data released by the Ministry 
of Education, as of April 2019, there were 838 Chinese-foreign cooperatively-run schools 
and projects with undergraduate degree or above, of which 65 were Chinese-foreign 
cooperatively-run schools and 773 were Chinese-foreign cooperatively-run projects. 
Chinese education organizations face more than fierce competition from domestic 
Chinese-foreign schools and domestic counterparts. With the opening of the global 
education market, domestic education demanders begin to seek high-quality education 
services worldwide, starting from academic education to MBA education. More and more 
Chinese students are appearing in universities in traditional education powerhouses 
around the world, and this number is still increasing. The number of Chinese students 
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studying abroad has increased from 284,700 in 2010 to 662,100 in 2018, with a compound 
growth rate of 11.1%, and global competition in the education market has taken shape. 
This objectively puts forward the demand for reform of domestic education companies in 
the content, quality and methods of teaching services. With the development of science 
and technology and the development of pedagogy theories, the content, ideas and models 
of education services are advancing by leaps and bounds. The advancement of 
information technology and the popularization of massive open online courses (MOOCs) 
have enabled people to obtain knowledge more conveniently and quickly. The integration 
of online and offline education models has brought great challenges to the development 
of educational organizations. 
In summary, China's social and political system, economic model, and cultural 
concepts in the transitional system have undergone tremendous changes, and China's 
higher education industry has ushered in unprecedented opportunities and challenges, 
which objectively urge Chinese education organizations to continue to make changes and 
transformations. Those organizations that can quickly and effectively achieve 
organizational changes and transformations successfully have finally achieved sustained 
development and survived in the market. Organizational change is a kind of debugging 
for the organization to respond to environmental changes. In the rapidly changing external 
context of the organization, organizational change and transformation have become the 
core issues of organizational development and are related to the survival of the 
organization (Benn et al, 2014). The research on the transformation of Chinese 
educational organizations is of great practical significance. It is of great value to explore 
the organizational change and transformation of Chinese education organizations to serve 
China’s management practice. 
1.1.2 Theoretical Background of Research 
Change is an eternal theme that runs through the entire life cycle of the organization. 
Throughout the growth history of each organization, it is a history of constant change and 
development. For a long time, organizational change has been one of the focus topics that 
has attracted the attention of management practitioners and academic researchers. For an 
organization, its survival and development depend on its own internal and external 
environment: on the one hand, the external market environment, institutional environment, 
technical environment, and social environment faced by the organization are in constant 
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movement and changes, and these changes have placed higher demands on the 
organization's flexibility and responsiveness; on the other hand, the operation and 
management of the organization needs to establish a relatively stable internal 
environment. The longer the organization’s history, the deeper the cultural accumulation 
and the larger the scale, the greater the organization’s inertia (Zhu Qiquan, 2012). At this 
time, the change of the external environment will form a tension with the inertia of the 
organization, forcing the organization to adopt various reform measures-organizational 
strategy adjustment, structural reorganization, process reengineering,. to release this 
tension, so as to avoid tissue shock, suffocation or even death caused by tension exceeding 
tissue load. Without change, it will perish. This has become the common voice of global 
managers (Drucker, 2006). 
    In the past few decades, the motivation, strategy, content, process and evaluation 
criteria of the transformation have all achieved fruitful theoretical results and practical 
experience review. However, while the practice of organizational change is becoming 
more normal and the research results are becoming more and more abundant, various 
reform practices have encountered the severe reality of high failure rate. Contemporary 
organizations often struggle with ongoing and meaningful organizational change (Stouten 
et al, 2018). Recent studies have shown that only one-third of organizational changes 
initiated in management practice have been successful (Jarrel, 2017; Meaney & Pung, 
2008). A survey of professional managers in the UK found that only 38% of all initiated 
organizational changes ultimately improved performance (Holbeche, 2006). 
     The latest research finds that organizational change and transformation face two 
challenges: First, it is difficult to identify the way in which the organization continues to 
effectively change. Management practitioners do not know how to carry out systematic 
organizational change and ensure the success of the change. The main reason is that the 
academic literature's research conclusions on the specific organizational transformation 
process and impact show a fragmented feature, and there is no consensus (Pettigrew et al, 
2001). In contrast, practitioners of change are more willing to pursue popular models of 
best-selling authors rather than academic research findings (Bamford & Daniel, 2005); 
Second, it is difficult for management practitioners to learn from other people’s 
management practices (Kahneman & Klein, 2009). The dynamic changes in 
organizational context are objectively difficult for practitioners to achieve success by 
copying others and past change experiences (Stouten et al, 2018). The two challenges 
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discussed by Stouten are essentially caused by the disconnect between academic and 
management practices in organizational change. On the one hand, academia lacks 
attention to organizational management reform practices and systematic research based 
on management practices. The vast majority of scholars have not guided and participated 
in organizational changes (Burke, 2017), and thus lacked intuitive perception and 
understanding of organizational changes. Literature and literature research have 
theoretical significance, but it is different from the management actual practice, and many 
of the conclusions obtained have no operational value. On the other hand, the practice 
community also lacks learning and cognition of the academic’s organization change 
theory and model. At the same time, due to the lack of systematic recognition of the theory, 
it is difficult for most management practitioners to sum up their own experiences or the 
organizational transformation experiences they have seen. Coupled with the influence of 
situational factors, it objectively results in a low success rate of existing organizational 
change practices. 
 Lewin (1947) 's three-stage model of organizational change made people start to pay 
attention and think about how to promote organizational change more effectively. It is 
true that the factors that affect organizational change are diverse, but the key factor that 
has played a decisive role in the successful implementation of the change and is often 
overlooked is individual-level variables (Zhang Canquan, 2010; Devos, Buelens & 
Bouekenooghe, 2007). Reviewing the relevant literature on organizational development 
and change, we can see that for a long time, most of the research on organizational change 
has adopted a macro, system-oriented approach from the perspective of the change agent-
centric view (Judge et al., 1999), and research topics include causes of change, content, 
processes, results and strategies (Armenakis & Bedeian, 1999). Similarly, in practice, 
managers pay too much attention to issues such as strategy, technology, capital, and 
performance when implementing organizational changes, often ignoring the "human" 
side of the change, especially the importance of employee attitude and response (Marks 
& Mirvis , 2001). Many studies have pointed out that the most critical reason for the high 
failure rate of change is not the strategies, funds, and technology issues often mentioned 
by change promoters, but because they ignore the effective management of human 
resources in the process of change (Cartwright & Cooper, 1994; Appelbaum et al, Gandell 
& Jobin, 2000; Zhang Canquan, 2010). As a stressful event, large-scale organizational 
change brings huge impact and changes to employees' work and life, which makes 
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employees' tension, pressure, and negative emotions continue to grow, resulting in 
employees' negative reactions and attitudes to change, and even resist change (Bordia, 
2004; Kiefer, 2005). Therefore, in the implementation process of change, managers 
should correctly understand and guide employees' attitudes and behaviors, so that 
employees can willingly support the change, which has become an important issue at 
present (Pettigrew, 2001). 
 From the perspective of organizational change research level, based on the review 
of existing literature, the research on organizational change and transformation can be 
divided into two main perspectives: macro research and micro research. Among them, the 
macro theory of organizational change takes organization and organization field as the 
research object, such as organizational redundancy (Jiang & Zhao, 2004), organizational 
inertia (Hannan & Freeman, 1984), structural evolution (Lewin & Volberda, 1999), 
organizational learning (Chen Guoquan, 2008), and meaning construction (Weick et al, 
2005), and from the perspective of organization to study the causes, processes and impacts 
of organizational change. Most organizational change research focuses on this 
perspective and has made rich research results. The micro theories of organizational 
change take individuals or groups as research objects, such as leaders power and behavior 
(Kotter, 1990), employee change response (Piderit, 2000), psychological contract (Lester 
et al, 2007), organizational citizenship behavior (Turnley et al, 2003), organizational trust 
(Mishra, 1998), , focusing on individual level research on organizational change. 
Traditional studies on organizational change mostly use macro and systematic 
perspectives to study the causes, processes, results and strategies of change (Armenakis 
& Bedeian, 1999). 
However, with the deepening of management practice and theoretical research,  
more and more issues of organizational change are turning to individual research in the 
process of change (Choi, 2011). Recently, the influence of leaders in organizational change 
has received more and more attention from organizational change scholars, and has 
gradually become the focus of micro-research on organizational change, such as the 
influence of leadership style and behavior on organizational change, as well as employees' 
perception, behavior and feelings of organizational change(Battilana，2010). In this type 
of research, most organizations take organizational change as a situation, under which 
context, quantitative research methods such as questionnaires are used to explore the 
influence of leader's behavior on subordinates. But there is little research to conduct cross-
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level comprehensive research, combining the two levels of organization and employee 
research, paying attention to the impact of the characteristics of organizational change 
itself on employees, and the complete process of organizational change from top to 
bottom. There are both the influence of studying traditional ideas and the limitations of 
research methods. Usually in the first type of research, qualitative research methods such 
as case studies are mostly used, especially suitable for systematically revealing the change 
process and motivations, while in the second type, quantitative research using 
questionnaires is often used to adapt to research individual cognition and feeling. 
 In recent years, event theory (Morgeson et al., 2015) has gradually emerged, 
providing a new research tool for the study of organizational change and transformation. 
The use of event theory research methods can help the author combine research topics at 
the organizational level with research variables at the individual level to complete such a 
top-down systematic study. 
 Reviewing the literature on organizational change and transformation, most of the 
research, both at home and abroad, focuses on the research object in the category of 
business organizations, and lacks attention to education organizations. This is fully 
discussed in Chapter 2. Different from business organizations, the mission and goals of 
education organizations are not entirely benefit-oriented. And Chinese education 
organizations have different characteristics from traditional business organizations. There 
are inevitable contradictions and conflicts between government intervention and market 
regulation, and the internal logic of the organization’s own development and the market 
logic. The choice of marketization by education organizations is not a choice of either, 
but by coordinating the three forces of the government, the market, and the organization’s 
own requirement to show a surpassing of pure marketization (Xie & Li, 2012) As a result, 
changes in education organizations may also exhibit different characteristics. Along with 
the changes in China's system, economy and culture, the reform of China's education 
organization structure has the basic attributes of value orientation based on politics, 
economy and knowledge; the consistency and conservative characteristics in the change 
directly lead to a generation of "super stability" system organization. Overall, the trend 
of education organization reform in China is from conservative to open, passive to active, 
and simple to complex (Meng & Sun, 2018). Such organizational characteristics make 
the research on change and transformation of Chinese education organizations extremely 
theoretical. Regrettably, there is not enough attention paid to the research on the change 
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and transformation of Chinese education organizations in the study of organizational 
change. 
To sum up, China's education industry is booming under the transition system, which 
has brought many opportunities and challenges to China's education organizations. Such 
a rapidly changing environment provides a rich research soil for the management research 
of organizational transformation. Organizational change and transformation have become 
an important issue, and are rich in theoretical and practical value. However, the existing 
research on organizational change and transformation lacks a top-down systemic study 
that integrates organizational and employee levels. There is insufficient attention to 
human factors and organizational change event characteristics in organizational change. 
The research on the response is not sufficient. At the same time, the research objects of 
the organization are mostly concentrated in commercial organizations, and the attention 
to the Chinese educational organizations is insufficient. Due to the fragmented 
characteristics of the research on organizational change, there is a disconnect between the 
theoretical research and management practiceof organizational change. Management 
practitioners lack a systematic knowledge system about organizational change learning 
and the multiple dynamics of contextualized factors, which leads to the success rate of 
organizational change practice not high. Academia should pay more attention to the 
phenomenon of management practice, and management practitioners of organizational 
change should pay more attention to the theoretical study of organizational change. 
Therefore, the academic research of managers with practical experience or the 
participation of academic researchers in management reform practice will better deal with 
the disconnection between academic and practice in organizational change. 
Based on the above analysis and summary, the thesis mainly focuses on the following 
research questions: what are the motivations for the organizational change of educational 
organizations in China and what is the impact on the organization? What are the factors 
in the implementation of organizational change and how do they affect employees' 
awareness and commitment to change events? The author of the thesis combines the 
experience of organizational change initiated and participated by himself, adopts the 
event analysis method, takes the Chinese educational organization as the research object 
to pay attention to the organizational change and transformation issues of Chinese 
educational organizations, and through the organizational reform analysis to reveal the 
systematic cognitive process from organizational change motivation to organizational 
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execution to employee feedback, and to explore the impact of research on organizational 
change event characteristics, leadership style, individual employee characteristics, and 
the communication between leadership and subordinates on organizational change 
implementation. 
1.2 Research Purpose 
 The development of education has driven the growth of China's economy. In this 
process, education organizations have played an important role. In the course of China's 
political and economic transformation, education organizations carry out organizational 
change in order to constantly seek to adapt to this constantly changing environment and 
seek continuous development. But in China's organizational change research, attention to 
educational organizations is insufficient, especially for the motivation and process of 
educational organization change, and the employees' cognition and behavior in this 
process. The thesis takes all the organizational change events of the Chinese educational 
organization and the organizational employees in the change as the research object, adopts 
the in-depth case study method and questionnaire survey method, combined with the 
event theory, through the organizational transformation analysis of the Chinese 
educational organization as well as employee's cognition and response, explore and 
explain the motivation and characteristics of the transformation of Chinese education 
organizations, and the relationship between employees' cognition, implementation and 
commitment to organizational change. This will provide inspiration for the development  
and the reform of the Chinese education organization. 
 Specifically, this study hopes to analyze the relationship between China’s education 
organizational structure transformation and employee cognition, execution, and 
commitment along the theoretical logic of “Identification and Analysis of Organizational 
Change Events → Analysis of Motivation of Organizational Change Events → 
Interaction between Leaders and Employees in Organizational Change → Cognition and 
Response of Employees in Organizational Change”. Through this research path, find out 
some influencing factors that can reflect the transformation process of Chinese 
educational organizations, so that the Chinese educational organisation can correctly 
handle the problems of organizational reform and transformation, and successfully 
achieve sustainable development. 
Specifically, the research goals of the thesis are as follows: 
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(1) Discover and summarize the organizational reform process of the Chinese 
educational organisation, and analyze the motivation of organizational change; 
(2) Explore the impact of the nature and characteristics of organizational change 
events on organizational employees' cognition, execution, and commitment; 
(3) Explore the relationship between leadership behaviors, individual characteristics 
of employees, and communication between leaders and subordinates on employees' 
organizational change awareness and commitment during the organizational change 
(4) Think and propose reform proposals for higher education organizations. 
1.3 Research Significance 
In theory, the research and results of the thesis will help to make up for the 
shortcomings of existing organizational reform theories, enrich its research content, 
enhance people's understanding of the transformation of Chinese education organizations 
and organizational changes, and accumulate people's knowledge about changes in 
education organizations, and thus contribute to the development of organizational change 
theory. 
In practice, the issues studied in this topic are also urgently needed to be understood 
by Chinese education organizations during the transition. The rapid changes in policies, 
markets, and technologies under China's transitional system, the acceleration of the 
internationalization, informatization, and modernization of education, and the 
increasingly intense global competition in the education market, Chinese education 
organizations need to respond to the constantly changing external environment through 
sustained and productive organizational reform and transformation. But many educational 
organizations lack the knowledge and system cognition about organizational reforms, 
which has led to the stagnation, turbulence and even demise of enterprise development. 
Through the research in the thesis, the author can sum up the experience and lessons 
of the change and transformation of Chinese educational organizations in time, help 
education organizations understand the key points in organizational change and 
transformation, and then provide theoretical basis and inspiration for the success of 
organizational change and transformation. 
In short, this research closely focuses on the practical issues of Chinese education 
organizations, takes the organizational change and transformation of Chinese education 
organizations as the research theme, and explores the relationship between the 
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organizational change and transformation of Chinese education organizations and 
employee cognition, execution and commitment through comprehensive studies of in-
depth cases and questionnaires. The research of the project has a good academic prospect 
in theory, and also has important application value and reference significance in practice. 
1.4 Thesis Structure and Content Arrangement 
This thesis is divided into six parts. 
The first part is the introduction of the whole thesis, mainly elaborating the 
background of research question, the relevant theoretical vacancies, the questions to be 
solved, the proposed research goals and the research methods used, and finally the logical 
framework of the thesis, the research content and the potential contribution is also 
explained. 
The second part is a review of relevant literature and theory. It mainly reorganized 
and reviewed the connotation, motivation, process, and influence of organizational 
change, the cognition, communication, and commitment of organizational change, as well 
as the role of leaders in organizational change and event theory, and then provided a 
theoretical basis and support for the research, and marked the position of this research in 
the academic field. 
The third part is research design. In this study, a mixed study design method of case 
study and questionnaire survey was used. This part introduces the basic situation of the 
research sample, the process of data collection and the method of data analysis. This part 
also uses in-depth case analysis as a guide, explanation building analysis method and 
statistical analysis method are used to explore and verify the research results. Through 
the collection and analysis of data, the proposed theoretical claims (theoretical hypotheses) 
are verified, and through the verification or falsification of hypotheses, the various 
relationships between concepts are explained, and the phenomena found in the case and 
their causes are explained. 
The fourth part is the organizational change process and attribution analysis of the 
Chinese educational organisation. This part expounds the basic situation of the case 
sample, and the strategic change course, organizational structure change course, 
organizational governance structure change course, policy and market changes faced by 
the Chinese educational organisation, and gives the motivations of the previous 
organizational change events. 
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The fifth part is the research on the relationship between employees' organizational 
change cognition and commitment, mainly carry out research on the characteristics of 
organizational change events and the interaction between leaders and subordinates in the 
organizational change events. Collect questionnaires to collect employees' cognitive and 
behavioral responses during organizational change. The questionnaire survey targets 
employees of the Chinese educational organisation who have experienced organizational 
change practices. Through the measurement and statistical analysis of research variables, 
the relationship between organizational change event characteristics and change 
communication and employee organizational change cognition and commitment is tested. 
The sixth part is the research conclusion and management inspiration. Discuss the 
research conclusions and limitations, and put forward the future research directions. This 
chapter first summarizes the full text research conclusions and potential contributions. 
Secondly, on the basis of theoretical analysis and empirical research results, it puts 
forward management inspiration and policy suggestions, and proposes practical 
management inspirations for the change of Chinese education organizations from the 












2.1 组织变革   









































标而进行的结构、战略、流程、治理结构的调整(Porras & Robertson, 1992 ，即包
含了对外环境变更的的一种适应，也体现了组织内部人员对此的反应。对员工而
言是一个事件，从执行的角度来看是一个过程。 
表 2-1 组织变革的定义 














Levy & Merry  1988 组织变革是组织在以惯例无法像往常一样连续运作的
情况下，为了生存而在结构上进行的重大调整，包括
使命、目标和企业文化等。 

















Van De Van 2011 组织变革就是通过改变组织中的个体行为以使组织获
益的努力。 
资料来源，结合已有文献整理 




表 2-2 组织变革学派的理论学说 
































    基于不同的视角，组织在进行变革时可以采用不同的方式，这些不同的方式
对组织变革的进行产生了不同的影响。本部分对已有研究中组织变革的方式进行
了回顾。 



















同时，管理者还可以根据这一次变革的经验为组织整改打下基础。   
2.  有计划变革和无计划变革  
Porras 和 silvers(1991)、Porras 和 Robertson(1992)提出，组织变革可按照其
发生是否依据一定的规划而分为有计划变革（Planned change）与无计划变革
（Un- planned change）。其中，有计划变革的理论基础是组织发展理论(王重鸣, 
2000)。有计划变革关注的是组织如何从零散的变革活动，转向系统的、有规划的
战略性变革。此类变革活动多发生在大型的组织中，在这些组织一般有专门的战




























表 2-3 组织变革的动因 



























从表 2.3 可看出, 组织变革的动力来源可分为外部动因和内部动因两种类型。  
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1.  外部环境因素  
第一类动力因素是组织外部环境的变化，包括技术的进步、不断加剧的市场
竞争、制度环境的变化等(Armenakis, 1999)。为了应对捉摸不定的外部环境变


































Sastry (1997)构建了一个模拟模型，用于分析变革的内部动因。这个模型包含了 3 
个内部环境变量：组织的战略定位，组织惯性，高层管理者感知到的绩效。该研
究结果说明，如果组织的战略定位与外部环境的要求不相匹配，那么变革的努力


















































    5．Judson 的五步模型 
    Judson(1991)的变革实施模型共包括 5 个阶段：（1）变革的分析与计划；
（2）变革的沟通；（3）对新行为的认可；（4）从现在状态到期望状态的变革
过程；（4）对新状态的巩固和制度化(Armenakis, Bedeian 著, 陈福军, 吴晓巍译, 
2010)。针对上述每个阶段，Judson 都提出了使变革抵制最小化的方法，这些方
法包括替代性媒介、奖励计划、谈判和劝导等。 
    6.Kanter、Stein 和 Jick 的十步骤模型 





































    在上述两类研究的基础上，Armenakis & Bedeian(1999)提出了一个整合框
架，既包括了变革推动者应遵循的实施阶段，也包括了组织成员理解变革的阶
段，并且，他们指出这两阶段应该相互匹配。该模型如图 2-1 所示。如图 2-1 可





    上述研究强化了我们对于组织变革执行过程的认识，并且告诉我们：（l）变
革的发生是分为多个阶段按照一定的时间顺序进行的；（2）在任何一个阶段或
步骤上发生差错都可能会造成变革执行的延误，从而导致之前的变革进步化为灰














































































个体对环境的认知和评价往往通过“认知图式”完成(Fiske & Taylor, 1984; 
Hastie, 1981; Markus & Zajonc,1985 ),因此组织变革领域的认知图式研究不断升
温。Lau & Woodman ( 1995 )专门从认知图式的视角重新解读组织变革,他们认为
变革图式理论上包括三方面内容:变革因果(Causality)、变革效价(Valence)、变革
























































随后，Meyer & Herscovitch (2001)在回顾工作场所承诺的相关文献之后，提
出了一种更为通用的承诺概念。他们认为，个体的承诺有多种不同的形式，除整
个组织之外，个体还可能对组织中具体的焦点或者机构产生承诺。个体所承诺的
对象可以是实体，例如工会  (Barling, Fullager, & Kelloway, 1992)，团队和领导者  
(Becker, 2003;  Hunt & Morgan,  1994)，职业(Meyer, Allen, & Smith, 1993)；也可


















近年来，基于 Meyer & Herscovitch(2001)提出的工作场所承诺通用模型，
Herscovitch & Meyer (2002) 将变革承诺定义为约束个体遵守成功实施变革方案所
必需的行动方针的一种影响力（思维模式）。与 Meyer & Allen (1991) 的组织承
诺三因素模型一致，变革情境中的承诺也存在着三种不同的形式：（1）变革情
感承诺（Affective commitment to change），反映了员工基于对变革固有利益的信



















三维度结构,然而早期对“抵制”的构念往往釆用单一的行为维度(George & Jones, 
2001; Piderit,2000 ),此时的学者将抵制定义为对特定事情的作为或不作为,是一种
反抗或者忽略的倾向(Connor & Davidson, 2003; Brower & Abolafia, 1995; Ashforth 
& Mael, 1998)。于是,一部分学者便开始质疑仅釆用行为维度的解释并不能揭示组
织内真正的变革机制(Dent & Goldberg, 1999; Merron, 1993 ),例如变革可能使员工
陷入矛盾的状态,此时他们的感受、行为、对变革的看法是不一致的。于是相继有





































及多个内容，美国学者 White 和 Lippett 提出三种领导方式理论。他们将领导风格
巧分为三种不同的类型:权威型领导方式、民主型领导方式和放任型领导方式
(White ＆ Lippett, 1953)。Burns（1978）将领导者行为风格划分为交易型领导和
变革型领导, 是变革型领导风格理论的奠基人。Bass 作为 Burns 变革型领导理论















































沟通(Wanberg & Banas, 2000)，其沟通的质量与互动过程中是否及时、充分提供
有用的信息有关。管理实践和学术均认同变革沟通是保障组织变革成功的有力工




















（Bandura, 1986），他在 1977 年发表的《人类动因的自我效能机制》中首次提出
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的，并于 1986 年和 1995 年先后出版了《思想与行为的社会基础：社会认知的观
点》和《社会变化中的自我效能》两本著作来完善自我效能的理论和机制。他将
自我效能视为个人对自己获得成功所需行为能力的预期，并认为这种预期是认知


















































































































































第 3 章  研究设计 






























图 3-1 本研究的理论框架 
 
图 3-2 研究的跨层分析模型示意图 













































































































































































































































































































































































































表 3-1 问卷分析中使用的测量量表与来源 
变量 量表来源 填写人 
事件变革特征 Morgeson F P, Mitchell T R, Liu D. Event 




approach to the organizational 
sciences[J]. Academy of Management 
Review, 2015, 40(4): 515-537. 
组织变革沟通 Penley L E, Hawkins B. Studying 
interpersonal communication in 
organizations: A leadership application[J]. 
Academy of Management Journal, 1985, 
28(2): 309-326. 
所有员工 
组织变革承诺 Herscovitch L, Meyer J P. Commitment to 
organizational change: Extension of a 
three-component model[J]. Journal of 
applied psychology, 2002, 87(3): 474. 
所有员工 
组织变革感知 Rafferty A E, Griffin M A. Perceptions of 
organizational change: A stress and 
coping perspective[J]. Journal of applied 






自我效能感 Schwarzer R, Bäßler J, Kwiatek P, et al. 
The assessment of optimistic self‐beliefs: 
comparison of the German, Spanish, and 
Chinese versions of the general self‐
efficacy scale[J]. Applied Psychology, 
1997, 46(1): 69-88. 
所有员工 
自我监控水平 Snyder M, Gangestad S. On the nature of 
self-monitoring: Matters of assessment, 
matters of validity[J]. Journal of 





















进行展望。具体的研究过程和思路如图 3-3 所示。 
 
图 3-3 研究流程 
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们对符合条件的访谈对象进行了随机抽样。9 名访谈对象中 5 名为男性，平均进
入企业的平均时间为 9.7 年，与受访对象的平均访谈时间为 240 分钟。并将受访




表 3-2 案例访谈人员信息汇总 
  受访对象 受访者文本编号 任职时间 访谈时长 
 总经理层    CEO   11-15 年 
720 分钟（八
次） 
总经理层  Chiar   11-15 年 
540 分钟（三
次） 
  高管层  TM   11-15 年 
210 分钟（两
次） 
 中层领导  MM1 5-7 年 
150 分钟（一
次） 
中层领导  MM2 5-7 年 
160 分钟（一
次） 
  基层员工  ST1   11-15 年 
127 分钟（一
次） 
  基层员工  ST2    8-10 年 67 分钟（一次） 
  基层员工 
 ST3    8-10 年 
100 分钟（一
次） 































岗员工发放了问卷。合计发放问卷数量 200 份，回收问卷数量 195 份，回收率为
97.5 %，剔除无效数据，最终符合研究需要的匹配数据为 161 份 。其中男性样本






































     本章讨论和介绍了论文的整体研究设计，分别陈述了研究的理论框架、研究
内容、研究方案、研究过程、数据收集过程和内容、数据分析方法以及探讨了本
研究中涉及到的信度和效度的情况。 


















第 4 章 交大海外教育学院的组织变革历程分析 
    本章我们通过对学院会议纪要、战略规划报告、年度总结等重要档案，以及
访谈信息等资料的收集和分析对交大海外教育学院的发展历程进行了回顾，研究
者按照时间顺序，整理了 2万多字的重要事件的回顾纪要，梳理了学院历年来组








4.1  交大海外教育学院简介 
上海交通大学海外教育学院是上海交通大学从事高层次、专业型、实战性、
国际化学历后教育的直属单位，为组织和个人发展提供综合教育与培训服务。自

















































































































数占比超过 90%，培训费收入占比超过 50%。 
    第三阶段，2019 年开始至今。这个阶段中国的继续教育领域悄然发生了一些
变化，这些变化昭示着趋势性、颠覆性变局的出现。这些变化具体到企业家和企
业表现为： 



































信大学的年度培训和咨询费收入超过 5000 万。这两所企业大学只是 2000 多所中












































































































































    本部分将针对交大海外教育学院四次组织变革事件的动因进行分析。详细讨
论不同驱动变革因素的机制。 
4.3.1  市场变化驱动组织变革的分析 
    组织变革的最直接驱动因素之一就是企业的外部环境，其中最为典型的就是






















































图 4-2 市场变化对学院组织变革事件的驱动分析 
















































4.3.3  技术变更驱动组织变革分析 
引起组织变革的另一个驱动因素是技术的更变。早在 1958 年，Leavitt 和 



































































































































门和所有员工。2019 年，学院培训费收入较 2018 年下滑了 20%，公司也出现了
首次亏损。当然，办学主体转换并不是导致学院和公司业绩下滑的唯一因素，但
可以说是重要因素。以金融培训中心为例，2018 年，该中心销售额超过 3000 万
















4.5本章小结    



































持续时间 影响范围 影响表现 
事件 1 制度变化 被动 3 个月 全院 治理结构 




主动 15 个月 业务/信息中心 业务流程 





































      假设 1: 组织变革事件的强度可以影响员工的组织变革感知。 
 








































   假设 3：直属领导的变革型领导风格在员工变革事件感知与组织变革承 
            诺中起到正向的调节作用。直属领导的变革型领导风格正向加 



























     假设 4：员工的个体特征在员工组织变革感知与组织变革承诺中起到调节作 




     假设 4a:员工的自我效能感水平在员工组织变革感知与组织变革承诺中起到 
       正向调节作用，员工的自我效能感水平加强了员工的组织变革感知 
       水平与组织变革承诺之间的正向关系。 
 
     假设 4b:员工的自我监控水平水平在组织变革感知与组织变革承诺中起到正 
       向调节作用，员工的自我监控水平加强了组织变革感知水平与组织 


















5.6  研究假设模型 





图 5-1 研究假设模型 
 








     如表 5-1 所示，基于 SPSS25.0 的信度检验分析可知，所有量表的 Cronbach’s 
α 系数均大于 0.7，表明内部一致性较高，问卷具有良好的一致性信度。 
 
5-1 量表的信度分析 
量表名称 题项数目 均值 Cronbach’s α 
事件新颖性特征 4 5.328 0.876 
事件颠覆性特征 4 5.148 0.788 
事件关键性特征 3 5.492 0.781 
员工的组织变革感知 9 4.841 0.901 
自我效能感 10 5.320 0.876 
自我监控水平 18 4.639 0.949 
员工的变革承诺 18 4921 0.893 
变革沟通 4 4.965 0.911 
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变革型领导 26 5.683 0.97 
 
5.7.2 组织变革事件特征对员工组织变革感知的影响假设分析 




Level-1: 员工的组织变革感知 ij= B0j+B1j(Eventij)+Rij 
Level-2:  B0j = V00+Uoj 
B1j = V10+ U1i 
其中：  Eventij=变革事件特征 
        B0j= 组内截距 
        B1j= 组内斜率 
        V00=跨组截距（intercepts）项的平均值（mean） 
        V10=跨组斜率（slopes）的平均值(mean)(假设 1) 
        Rij=Level-1 上的残差（residual） 
        Uoj=截距的残差 
        U1j=斜率的残差 
 
本研究中，Level-1（组内）指特定员工的不同组织变革事件，Level-2（组
间）指不同的员工。假设 1 的验证在 Leve-1 上需要检验组内的斜率 V10是否显著
地不为零，在 Level-2 上检验组间事件特征的平均值对组织变革感知的回归系数
是否显著不为零。通过 SPSS 和 R 软件对数据格式进行了优化和整理，并使用
Mplus 对上述假设检验进行了编程，具体语句代码详见附录。统计结果
ICC=0.696,其他核心统计指标如表 5-2 所示。 
 
表 5-2 组织变革事件特征对员工组织变革感知的影响假设分析 
分析 
层级 





0.094 0.042 2.251 0.024 0.202 
事件破坏性对员工变
革感知的回归系数 





0.042 0.036 1.179 0.239 / 
组间 事件新颖性对员工变
革感知的回归系数 
0.463 0.071 6.487 0.000 0.249 
事件破坏性对员工变
革感知的回归系数 
0.448 0.090 4.980 0.000 0.214 
事件关键性对员工变
革感知的回归系数 
0.512 0.087 5.910 0.000 0.197 









假设 2 的检验与假设 1 的逻辑相似，这里直接汇报统计分析结果。其中 ICC
为 0.675（通常认为大于 0.12较好），组织变革承诺的组内变异量（oneway 
anova）=0.453，组间变异量（oneway anova）=0.938；组内残差量（random 
regression）=0.386，组间残差量（random regression）=0.807，其他核心统计指标












0.240 0.098 2.442 0.015 0.148 
组间 组织变革感知对组织
变革承诺的回归系数 
0.447 0.116 3.836 0.000 0.140 
 
样本为 161 组，每组包含四次事件数据。 
 
基于上述统计分析结果可知，员工的组织变革感知在组内和组间两个层次均













表 5-4 直属领导的变革型领导风格的调节效应假设分析 






0.133 0.054 2.451 0.014 0.381 
     样本为 161 组，每组包含四次事件数据。 
 
基于上述统计结果可知，员工感知的直属领导的变革型领导风格正向调节了
员工组织变革感知与组织变革承诺之间的关系，假设 3 在本研究中得到了验证。 
5.7.5 员工个体特征对组织变革感知与变革承诺关系的调节效应假设分析 
假设 4 的验证和假设 3 在模型本质上趋同，其中员工个体特征自我效能感和
自我监控水平处于 Level-2 层级，员工的组织变革感知和组织变革承诺属于 Level-
1 变量。参照 Hofmann（1997）的研究，本研究模型的验证核心为员工的个体特
征水平对 S（员工组织变革感知和组织变革承诺在 Level-1 水平上的回归系数）的
回归系数是否显著不为零。假设检验中发现员工的自我监控水平对 S 的回归系数
在 P 值 0.05 标准内显著，而员工的自我效能感水平对 S 的回归系数不显著。在对
自我监控水平的调节效应假设检验中，S 的变异量为 0.215，S（引入控制变量）
的残差量为 0.086，S(引入控制变量与变革型领导)的残差量为 0.086。其他核心统







表 5-5 直属领导的变革型领导风格的调节效应假设分析 




对 S 的回归系数 
0.306 0.135 2.262 0.024 0.595 
员工的自我效能感对
S 的回归系数 
-0.017 0.122 -0.142 0.887 / 
 
     样本为 161 组，每组包含四次事件数据。 
基于上述分析可知，假设 4a 得到验证，假设 4b 在本研究样本的统计分析中
没有得到支持。 
5.7.6 变革沟通对组织变革承诺关系的影响效应假设分析 
假设 5 的检验与假设 1 的逻辑相似，这里直接汇报统计分析结果。其中 ICC
为 0.675，组织变革承诺的组内变异量（oneway anova）=0.453，组间变异量
（oneway anova）=0.938；组内残差量（random regression）=0.316，组间残差量












-0.182 0.078 -2.342 0.019 0.302 
组间 变革沟通对组织变革
承诺的回归系数 
0.264 0.093 2.831 0.005 0.025 
 
















学院每年十几个公开课，每个公开课每年开班 3 期，甚至 4 期，50 人的教室坐得
满满的。我们都知道公开课有盈亏平衡点的，班级人数一旦超过 25 人，创造的利
润就会大大增加。现在，公开课项目数每年都减少，开班频率也由一年 3 期，减少




















模型的构建和分析，假设 1a、1b、假设 2、假设 3、假设 4b 得到了样本数据的支

































































    假设 1: 组织变革事件的强度可以影响员工的组织变革感知。 
假设 1a: 组织变革事件的新颖性越高，员工对组织变革的感知越强。 
假设 1b：组织变革事件的颠覆性越强，员工对组织变革的感知越强。 




    假设 2：员工的组织变革感知水平与员工的组织变革承诺水平正相关。 
    假设 3：直属领导的变革型领导风格在员工变革事件感知与组织变革承 
            诺中起到正向的调节作用。直属领导的变革型领导风格正向加 
    强了员工变革事件感知与组织变革承诺的相关关系。 
    假设 4：员工的个体特征在员工组织变革感知与组织变革承诺中起到调节作 
            用。 
     假设 4a:员工的自我效能感水平在员工组织变革感知与组织变革承诺中起到 
       正向调节作用，员工的自我效能感水平加强了员工的组织变革感知 
       水平与组织变革承诺之间的正向关系。 
     假设 4b:员工的自我监控水平水平在组织变革感知与组织变革承诺中起到正 
       向调节作用，员工的自我监控水平加强了组织变革感知水平与组织 
       变革承诺之间的正向关系。 
    假设 5：员工感知的组织变革沟通水平与员工组织变革承诺水平正相关。 
 
其中假设 1a、1b、假设 2、假设 3、假设 4b 得到了样本数据的支持，假设 1c



























































































（Johansson & Heide, 2008；Petrou, 2018）。 
 
6.4 研究优势与不足  










































































































附录 2 调研问卷示例 
尊敬的研究参与者: 
    您好! 




    您所提供的信息将大大有助于研究的开展。对于您的参与我们感激不尽。为
了保证研究结果的可靠性,希望您对所有问题进行认真和客观的回答,并在做出回
答之前仔细阅读每个问题。 




    请注意,本次调研共包含两个问卷，任何问题的答案都没有对错之分,我们想
知道的是您对这些问题的真实感受。为感谢您对本科研项目的支持，认真填写问
卷的研究参与者将在递交问卷后获得一个红包奖励。 













您是哪一年进入学院的（） [单选题] * 
○2014 年以前 
○2014 年 
○2015～2016 年 (请跳至第 10 题) 
○2017～2018 年 (请跳至第 18 题) 
○2018 年 (请跳至第 26 题) 
 
2.  
组织变革事件 1: 学校正式转为交大直属学院 
2014 年，交大发通知，调整海外教育学院为学校直属单位。请针对此次变革事件
回答以下问题： 

















       
02.学院对于如何处理这一事件
有可追寻的程序步骤 





       
04.当事件发生之后，学院有规
则、程序或者指南来跟进事件 
       
 


















       
02.这一事件使得组织停下来思
考如何应对。 
       
03.这一事件改变了组织日常应
对问题的方法 
       
04.这一事件需要组织改变以前
工作的方式。 
       
 

















       
02.这是组织的首要事件        





























01.工资        
02.奖金        
03.福利        
04.工作条件与环
境 
       
05.工作安全感        
06.个人发展机会        
07.胜任工作的能
力 
       
08.与上级关系        
09.与同事关系        
10.工作性质        
11.工作的令人满
意的程度 






















01.那时我所在的部门经常实施变革        
02.那时要界定变革何时开始何时结束
很难 
       
03.当时我感觉变革一直在发生        
04.我的经理参与筹备和计划了本次变
革 
       
05.该变革是由我的经理深思熟虑后做
出的决策 
       
06.此次变革是由我的经理确立的目标
引起的 
       
07.该变革是显著改变我所在部门工作
目标的大规模变革 
       
08.这次变革引起了我所在部门的结构
调整 
       
09.这次变革引起了我所在部门的价值
观变化 
       
 




















       
02.我及时收到了有关此次组织变革
的信息 
       
03.我收到的有关此次组织变革的信
息是有用的 
       
04.我得到的有关此次组织变革的信
息充分解答了我对变革的疑虑 






















01.我相信此次变革是很有价值的。        
02.此次变革对组织来说是一个很好的策
略 
       
03.此次变革是基于一个非常重要的目
标。 
       
04.我认为管理层引入此次变革是一个错
误。 





       
06.此次变革是不必要的。        
07.我别无选择，只有顺应此次变革。        
08.这次变革给我带来了压力。        
09.抵制变革将会使我面临不利的处境。        
10.对我来说抵制此次变革的成本很高。        
11.公开反对此次变革是有风险的。        
12.对我来说，抵制此次变革是行不通
的。 
       
13.我感觉有责任和义务努力推进此次变
革。 
       
14.我认为我没有权利反对这个变革。        
15.我不会因为反对此次变革而感到遗
憾。 
       
16.对我来说，抵制此次变革是不负责任
的表现。 
       
17.如果抵制此次变革，我会感到内疚。        
18.我不觉得自己有任何义务来支持此次
变革。 
       
19.不管愿不愿意，我觉得自己有责任支
持此次变革。 


























       
02.就算手边几乎没有资料,我还是能就主
题做即兴演讲。 
       
03.我曾考虑转行当演员。        
04.我可以像表演般似的娱乐他人或给人
留下深刻印象。 
       
05.对于用动作猜字迷或即兴演出等活动,
我一向很拿手。 
       
06.我大概会是个称职的演员。        
07.我很容易成为团体中瞩目的焦点。        
08.我尤其懂得怎样让别人喜欢我。        
09.在聚会中,我会尽情的讲笑话与说故
事。 
       
10.在公共场合中,我不会感到一点别扭，
可以完全表现出我有的面貌。 
       
11.我可以赞成自己内心并不认同的观
点。 
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12.我表现出来的不尽然是真实的我。        
13.在社交场合中,我会尝试去做或说些讨
人欢心的事。 
       
14.我可以改变行为去配合不同的人和情
况。 
       
15.我会为了取悦他人或获得帮助而改变
自己的言论或行事风格。 
       
16.我的行为举止会因状况或因人而有所
改变。 
       
17.为了正当的目的,我能够面不改色的说
谎。 
       
18.即使我不喜欢某些人,我也会装出友善
的样子。 




















       
2.即使别人反对我，我仍有办法取得我
所要的 
       
3.对我来说，坚持理想和达成目标是轻
而易举的 





       
5.以我的才智，我定能应付意料之外的
情况 
       
6.如果我付出必要的努力，我一定能解
决大多数的难题 
       
7.我能冷静地面对困难，因为我信赖自
己处理问题的能力 
       
8.面对一个难题时，我通常能找到几个
解决方法 
       
9.有麻烦的时候，我通常能想到一些应
付的方法 
       
10. 无论什么事在我身上发生，我都能够
应付自如 





















01. 廉洁奉公，不图私利。        
02. 吃苦在前，享受在后。        
03. 不计较个人得失，尽心尽力工作。        
04. 为了部门/单位利益，能牺牲个人利
益。 





       
06. 不会把别人的劳动成果据为己有。        
07. 能与员工同甘共苦。        
08. 不会给员工穿小鞋，搞打击报复        
09. 能让员工了解单位/部门的发展前
景。 
       
10. 能让员工了解本单位/ 部门的经营
理念和发展目标。 
       
11. 会向员工解释所做工作的长远意
义。 
       
12. 向大家描绘了令人向往的未来        
13. 能给员工指明奋斗目标和前进方
向。。 
       
14. 经常与员工一起分析其工作对单位/
部门总体目标的影响。 
       
15. 在与员工打交道的过程中，会考虑
员工个人的实际情况。 
       
16. 愿意帮助员工解决生活和家庭方面
的难题。 
       
17. 能经常与员工沟通交流，以了解员
工的工作、生活和家庭情况。 
       
18. 耐心地教导员工，为员工答疑解
惑。 





       
20.注重创造条件，让员工发挥自己的特
长。 
       
21.业务能力过硬。        
22. 思想开明，具有较强的创新意识。        
23.热爱自己的工作，具有很强的事业心
和进取心。 
       
24. 能不断学习，以充实提高自己。        
25.即使我不喜欢某些人,我也会装出友
善的样子。 
       
26 敢抓敢管，善于处理棘手问题。        
 
12. 以下一些题项是一些有关您的基础人口统计信息，请如实回答： 





































17. 您在这个单位的工作层面: [单选题] * 
○高层 ○中层 ○基层 
 






























附录 3 Mplus 程序 
程序示例 1： 
 
TITLE: multilevel evd-ocp 
 
DATA: FILE IS analysis organizational change 2019.csv; 
 
VARIABLE: 
NAMES ARE staff event evn evd evc ocp evnave evdave evcave 
    ocpave age gender wyears ture level departeducat; 
  
USEVARIABLES ARE staff evd ocp evdave; 
WITHIN = evd ; 
BETWEEN= evdave ; 
MISSING ARE ALL(-9999); 
CLUSTER= staff ; 
DEFINE: 
CENTER evd (groupmean); 
ANALYSIS: 




S3|ocp ON evd; 
%BETWEEN% 
  ocp  s3 ; 
  ocp with s3; 




TITLE:  multilevel ocp-tralead-ocm 
 
DATA: FILE IS analysis with mean results 11-13.csv; 
 
VARIABLE: 
NAMES ARE staff event affact ocp ocm affactave ocpave ocmave age gender wyears 




USEVARIABLES ARE staff ocp ocpave tralead ocm wyears educat gender level age 
ture affactave; 
 
WITHIN = ocp ; 
BETWEEN= ocpave tralead wyears educat gender level age ture affactave; 
MISSING ARE ALL(-9999); 
CLUSTER=staff; 
DEFINE: 
CENTER ocp (groupmean); 
CENTER tralead (grandmean); 
     
ANALYSIS: 




          
s1|ocm ON ocp;          
 
%BETWEEN% 
 ocm s1; 
 ocm on ocpave educat gender level age ture affactave; 
 ocm on tralead; 
 ocm on wyears; 
 s1 on wyears educat gender level age ture affactave tralead; 
 ocm with s1; 
         
 output: 
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